Purpose: The purpose of the paper is to investigate the predictors of employees' commitment and also find out the critical dimensions of quality of work life (QWL) that engender commitment among in today's employees in information technology (IT) firms. Further, the study analyses on the association of demographic variables with QWL and organizational commitment (OC). Design/Methodology/Approach: The sample size for the study consists of 618 employees (respondents) from 21 large-caps (large-capital) IT companies in India. Cronbach alpha to test the reliability and validity; Factor Analysis as a data reduction tool. Subsequently, the mixed model and multi-regression methods are applied to test the relationship between the said variables. Findings: The findings suggest that 13 variables of QWL play a key role in the work life of IT employees. The results show that there is a significant relationship between the qualification and number of dependents with QWL and OC both. Moreover, a substantial relationship between QWL and affective commitment of IT employees is found. The results further reveal that there exists a strong link between various dimensions of QWL with OC. Practical Implications: QWL will help in creating a healthy environment in the organization that will enhance the commitment of the employees towards their organization. Enhanced OC will stimulate individual's attachment to the organization. Moreover, if QWL and OC are boosted, they will motivate employees to stay with the organization and enthusiastically work towards organizational objectives. Further, the escalation of OC will help in achieving growth, profit and market share at a greater pace. Originality/Value: This study focuses on the important variables for employees commitment in the terms of QWL.
Introduction
With the world changing rapidly, managing an organization has become an increasingly complex act for the sustainable future and growth. The study provides an insight on how organizations develop and make changes in the QWL to get committed employees. Manager's work on those variables which are significantly related to QWL and OC and these variables are also useful for the sustainable growth [1] . The concept of QWL came into the limelight after the results of Hawthorne experiments (1924) (1925) (1926) (1927) (1928) (1929) (1930) (1931) (1932) (1933) conducted by Elton Mayo and Fritz Roethlisberger [2] . Walton (1998) was the first person who introduced the concept of QWL having eight dimensions namely, fair payment, legal positivism, permanent growth and security, opportunity, social dependency, development of individual capabilities, security of environment and social integration [3] . The continuously revised policies and programs like performance appraisal, career growth, work-life balance, participative management, etc. created a positive impact on the morale of the employees [4] [5] . QWL is exhibited when the employee's incentive in the form of monetary and non-monetary services are provided by the organization [6] .
The concept of organizational commitment (OC) has been derived as a concept from industrial and organizational psychology [7] . Commitment changes from individual to individual concerning attachments, opportunities accessibility, monetary advantages and so on [8] [9] . Porter et al. (1982) gave a "side-bet" theory which explains OC as the behavior involving individuals to the process in which they lock themselves in a particular organization [10] [11] . The idea of OC is depicted as a tridimensional idea, portrayed by the affective, continuance and normative measurements [12] [13] .
Purpose of the Study
IT sector is an emerging and continuously blooming sector. According to the NASSCOM report 2012 & Indian Times report 2017, IT sector has been continued to emerge as the prime engine of economic growth and contributing to nearly 13% of the Indian gross domestic product (GDP). IT sector gives the employment directly about 2.5 million people in India, so it is necessary to assess the quality of work life that enhance the organizational commitment i.e. affective, continuance and normative [14] . IT sector has been facing ups and downs for the last 10 years, with the employees' facing many problems like layoff, termination, decrement in salary, etc. With the advancement of technology, organizations began putting resources into the change of the work environment, attempting to make it appropriate to the physical, mental, and social needs of its employees, as this approach to forces its differential face in the business sector [15] . The purpose of this study is to analyze the predictors of employees' commitment with the respect for Quality of Worklife of the IT sector in the Indian context. Quality of Worklife is analyzed by investigating the dimensions that boost their performance, and to offer suggestions to improve their work-life balance.
Objectives of the Study
The aim of this study is to deliver the indicators based information that will enhance the performance of IT firms through exploring and assessing dimensions of QWL and predictors' employees' commitment. The study has been designed to attain the following objectives.
1) To understand the association of demographic variables of employees' with quality of work life and commitment.
2) To understand the association of dimensions of quality of work life and organizational commitment.
3) To understand the predictors of affective normative and continuance commitment.
Literature Review

Dimensions of QWL and OC
QWL, as an aspect, has evolved and affected a multitude of segments such as economic, technological and social era worldwide. To develop OC in employees, QWL should grow in companies. Past studies prove that QWL plays a vital role in generating the employee's willingness to stay in an organization and cultivates a positive attitude towards the job and organization. OC is a psychological commitment of employees where employees attach themselves to the organization with long-term loyalty [16] . 
Demographic Variables with QWL and OC
Past research stated that supervision, remuneration and welfare schemes are positively correlated with affective, nominative and continuance (alternative) commitment [33] [17] [23] . There is positive association between salary and allowances with commitment. Salary is associated with the qualification of the individual, it means that education and job experience are the main variables which describe the individual's commitment [36] . A study has proved that QWL is the requirement of the employees; it is not based on gender. Better QWL of the employees is necessary for all the employees whether he is male or a female 
Research Methodology
Results and Analysis
Response Rate
For the survey, 1000 questionnaires are distributed amongst the respondents of which 700 filled questionnaires came back. However, from the returned questionnaires, 82 questionnaires are discarded as they are filled partially, and are not adequate for the analysis. The actual response rate is 70%. The sample consists of 618 questionnaires wholly filled by the IT sector employees.
Demographic & Dummy Variables
In the study, the authors have chosen demographic variables such as gender, work experience (Below 5 years: 1, above 5 years: 0); jobs changed (less than 2 jobs: 1, more than 2 jobs: 0); dependents (no dependents: 1, 1 or more dependents: 0) and spouse income (below 2.5 lakhs: 1, above 2.5 lakhs: 0).
KMO and Bartlett's Test of Sphericity
The results of KMO and Bartlett's test of Sphericity have been illustrated in Table 2 . 
Exploratory Factor Extraction Analysis of QWL's Variables
Exploratory factor analysis (EFA) and Confirmatory factor analysis (CFA) are 
Reliability
The value of Cronbach's alpha of total item is 0.854, which indicates a high level of internal consistency. This established adequate reliability with Cronbach alpha value greater than 0.70 [44] (Table 3 ).
It is found that 13 dimensions of QWL with 55 items cover all the aspects of the workplace. The details of the variables are given in Table 4 , explored via factor loading and rotated component matrix during factor analysis ( Figure 1 ).
General Linear Model
The possibility of the ordinary linear square model may not be appropriate, stems This can be done quickly by introducing different intercept dummies for each company. This method is known as only fixed effect model. In this case, 20 dummies will represent differentiated intercept dummy coefficient. In the study, the authors are treating the first organization as a benchmark or reference category although any organization can be chosen for that purpose. If we examine organizations different intercept dummies, we find that several of them are statistically highly significant, indicating heterogeneity among 21 companies. The model is known as a one-way fixed-effect model, which allows intercepting to differentiate between cross-sectional data.
Relationship of Demographic Variables with OC
The following hypothesis is developed:
H 01 : There is no significant relationship between demographic variables of employees and their perception towards OC. Table 5 shows the result of multivariate regression of the demographic variables on the dependent variables. In this model, various organizations are used as a fixed factor, OC is used as dependent variable and dummy of demographic variables are used as a covariate.
Relationship of Demographic Variables with QWL
The following hypothesis is developed (Table 6 ):
H 02 : There is no significant relationship between demographic variables of employees and their perception towards QWL.
Regression Analysis
Linear regression model is used to find the effect of dimensions of QWL on overall commitment and predictors of various types of commitment. Three types of linear regression models are used in this study which is as follows ( Table 7) .
Equation (2):
Model 1: 
commitment. H 01b :
There is no significant relation between dimensions of QWL and continuance commitment.
H 01c : There is no significant relation between dimensions of QWL and normative commitment.
The effect of dimensions on affective, continuance and normative commitment are shown in Table 8 as shown above. 
Findings
The findings of the study reveals that variables of quality of work life such as: Employees having work experience of fewer than 5 years have an average score of QWL which is higher by 0.878 as compared to employees having work experience more than 5 years, but are not significantly correlated.
The results show that the adjusted R² in the model is 0.285 which means that the linear regression explains 28.5% of the variance in the data. There are some predictors such as peer relationship, time pressure, workload, career promotion and development, pay and work-life balance which create high impact on OC.
The results show that the value of F = 19.873 that explains there is a significant high association between the dependent and independent variables (predictors).
On performing the regression analysis between QWL and OC, it is found that there is a positive relationship between the two. 
Practical Implication
QWL has become the most crucial factor in every sector. QWL has been developed as one of the mandatory dimensions for the publically listed companies which should be followed to improve the employee's welfare and society at large.
QWL will help in creating a healthy environment in the organization that will enhance the commitment of the employees towards their organization. Enhanced OC will stimulate individual's attachment to the organization. Moreover, if QWL and OC are boosted, they will motivate employees to stay with the organization and enthusiastically work towards organizational objectives. Further, the escalation of OC will help in achieving growth, profit and market share at a greater pace.
Conclusions
The role of demographic variables is essential in the lives of employees to establish their association with QWL and OC. The educational qualification also plays a vital role in forming their perception towards things. At a workplace, educational qualification of the employees is highly significant with QWL and OC, where higher and better-educated employees do not perceive better QWL as compared to lesser qualified employees. The reason behind this could be the fact that the highly skilled employees expect more from the organization. Responsibility and care of the family is the necessity of the individual. If an employee has more dependent members, then the commitment of an employee towards the organization will increase, and the perception towards organization will improve because the decision of switching from the current organization may disrupt the life of the dependents. The finding of the study identifies that the educational qualification and the number of dependents are significantly related to QWL and OC.
This paper has found a positive and significant relationship between the dimensions of QWL and types of OC on a sample of employees from IT sector.
Time pressure, workload, and career growth are essential three predictors, which play a vital role in the life of employees to create attachment towards the organization [46] . This study gives the essential dimensions of QWL which creates commitment in today's IT employees towards their organization [41] [49] .
If an organization provides low QWL to its employees, then employees will inevitably not get attached to the organization, thus increasing the rate of burnout and eventually will move away from the organization. It has been clear from the findings that impact of QWL through factors like career progress development, peer and superior relationship, participative management, rewards and recognition, work-life balance, fringe benefits, safety, peer relationship, superior relationship and job security can attract the commitment of the employees towards the organization. The terms like burnout, attrition, etc. directly affects the cost and environment of the organization, which is detrimental to the organization regarding growth and competition. There are always some shortcomings in the research work that cannot be removed. Though the researchers have taken due care in data collection, analysis, and interpretation but there are some shortcomings in the research. Firstly, both primary and secondary data sources are used in the study. Qualitative research is always time-consuming and quite expensive. Primary data collection method is the dominant method to get information directly from the employees, but it has some flaws as well. Sometimes employees do not feel comfortable with the researcher to share all the information related to them. Moreover, the views of the respondents in the study are the reflection of sample size chosen, but we cannot accurately say that it does not reflect the views of the universe. The interpretation and specification of QWL and OC that are empirically examined in the present study must be regarded as tentative.
Future Scope and Limitations
